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Editor's Note / Mark Huselid 


Strategic HR Configurations and Organizational Performance / 
Michael A. Sheppeck and Jack Militello 


Over time organizations form stable operating configurations that influence their 
actions in the marketplace. These configurations are shaped by interactions among 
variables in four areas: operating environment, business strategy, HRM practices 
and senior managers’ values and behaviors regarding employees. More often than 
not they emerge in a piecemeal rather than planned fashion. However, once 
established, the configurations or patterns guide employee behavior, are resistant 
to change, and are associated with different levels of organization effectiveness 

HR managers may use these configurations to diagnose their organizations’ present 
state and orchestrate changes to increase competitive advantage 


Part-Time Work for Women: Does It Really Help Balance Work 
and Family? / Christopher Higgins, Linda Duxbury, and 
Karen Lea Johnson 


Results of this study suggest that the differential response of women to part-time 

work as opposed to a career may be a function of motivational and work-context 
differences between career and non-career women. Part-time work was associated 
with lower work-to-family interference, better time management ability, and greater 

life satisfaction for women in both career and earner-type positions. Role overload, 
family-to-work interference, and family time management, however, were dependent 
on job type with beneficial effects for earners but not for career women. Job type 

also played a role: Career women reported higher life satisfaction and lower depressed 
mood than did women in earner positions. 


Investigations of Sexual Harassment Allegations: 
Legal Means Fair—Or Does It? / Peter W. Dorfman, 
Anthony T. Cobb, and Roxanne Cox 


Sexual harassment investigations are among the most sensitive and explosive of all HR 
activities, yet HR managers typically do not receive training in how to conduct these 
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investigations. As a result, and despite the best efforts of the HR manager, the parties 
involved often believe they were not treated fairly. Our article focuses on the central 
question of providing fair treatment during the emotionally charged atmosphere of a 
sexual harassment investigation. We integrate the organizational justice literature with 
case law and move through five “stages” of an investigation. Lessons in each stage are 
highlighted, dilemmas are discussed, and guidelines are offered 


Causes of Employee Theft and Strategies that HR Managers 
Can Use for Prevention / Brian P. Niehoff and Robert J. Paul 51 


Business losses due to employee theft are estimated to approach $200 billion annually. 
Why do employees steal? Experts propose many reasons for employee theft, but provide 
few prevention strategies for human resource managers. In this article, the authors explore 
the various causes of employee theft, from employee personality characteristics, to the 
social environment, to flaws in the organization's control system. From this analysis, 
guidelines for theft prevention strategies are offered. Since strategies may involve top- 
down control or trust-building experiences for employees and managers, HR managers 
are encouraged to implement those strategies that fit their organization. 


Professors, Managers, and Human Resource Education / 
Mitchell Langbert 65 


This article examines whether Masters of Business Administration (MBA) programs 
adequately prepare human resource professionals. It also compares managers’ and 
professors’ evaluations of the competencies HR managers will need in the twenty- 
first century. It finds that both managers and professors view interpersonal and 
problem-solving competencies and integration of HR with bottom line concerns as 

nore important than technical know-how. HR managers, however, are much more 
critical of what MBA programs are doing than are HR professors. HR professors may 
be risking complacency about their product. 


White-Collar Reactions to Job Insecurity and the Role of the 
Psychological Contract: Implications for Human Resource 
Management / James E. King 79 


Are insecure employees actually less loyal to their companies, more concerned about their 
careers, and less willing to go the extra mile at work? Do employees who view job 
insecurity as a violation of their psychological contract have more severe reactions to 
being insecure? This article empirically examines these and other commonly held beliefs 
about the consequences of job insecurity among white-collar employees. The critical role 
human resource professionals play in helping organizations to understand the conse- 
quences of actions that create job insecurity (i.e., restructuring) and to find ways to 
minimize negative outcomes is highlighted. 


Executive Forum: 


Data- and Metrics-Driven Approach to Human Resource Practices: 
Using Customers, Employees, and Financial Metrics / 
Thomas E. Murphy and Sourushe Zandvakili 93 


Should scientific measures be used to evaluate the effectiveness of HRM practices? Can 
HRM demonstrate that its proposals cause a predicted outcome? If the allocation of 
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Capital within an organization is based upon projected financial returns, should HRM be 
required to demonstrate the expected returns of its proposais? Would the use of scientific 
and financial measures give HRM practices greater internal support and continuity? The 
authors demonstrate how metrics were used to evaluate two new HRM projects at one of 
the world’s largest retailers. 
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Issues 2 & 3, Summer/Fall 2000 


Special Issue: Global Leadership 
. Gregersen, Allen J. Morrison, and Mark E. Mendenhall, Guest Editors 


Editor’s Note / Mark A. Huselid 


Guest Editors’ Introduction / Hal B. Gregersen, Allen J. Morrison, 
and Mark E. Mendenhall 


Developing a Global Leadership Model / Allen J. Morrison 


Much of the challenge of developing more and better global leaders has fallen on human 
resource managers who have largely been oriented to domestic leadership models. This 
article reviews the latest thinking on global leadership and presents a framework for 
developing company-specific competency models. By embracing a systematic approach 
to structuring a global leadership competency model, human resource managers can 
have a huge impact on the globalization of their companies. The article also suggests 
where additional research can contribute to the understanding of how cultural leadership 
differences can best be dismantled as companies move along the path to globalization. 


3M’s Leadership Competency Model: An Internally Developed 
Solution / Margaret E. Alldredge and Kevin J. Nilan 


This article describes the development of an executive-level global competency model at 
3M. The work on this model was completed in partnership with the company's top 
executives and a global team of in-house professionals. The competency model itself 
consists of 12 competencies and generalizable behavioral anchors for each competency 
The applications for the work include the assessment of the level of readiness of candi- 
dates for the company’s top 500 global positions, development of incumbent executives, 
and improved objectivity in the placement of future leaders. The article concludes by 
outlining some key lessons learned from this ongoing work. 
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Developing the Global Leaders of Tomorrow / Jill Conner 147 


To achieve aggressive growth goals, many global companies are increasingly recognizing 
the importance of developing leadership talent —those individuals who demonstrate the 
ability to become the company's future senior executives. This article focuses on the efforts 
of one $8 billion consumer products company that has proven itself a leader in global 
leadership development. It describes how the company is developing its leaders around 
the world. In-depth observations were made over a period of several years, during which 
time the author served as both an inside participant in the decision making process and an 
outside observer of the company’s progress. 


Leveraging Travel as a Tool for Global Leadership 
Development / Gary Oddou, Mark E. Mendenhall, and 
J. Bonner Ritchie 159 


Short-term business travel is an underutilized method for developing some of the skills that 
are necessary to be a global leader. International business travel can place executives in 
situations where they can develop global mindsets; however, most executives cocoon 
themselves during international trips and wind up wasting opportunities to enhance their 
global skills. When properly designed, international business travel can be leveraged as a 
strategic management development tool. Throughout the article, case examples are given 
to illustrate how international travel can aid in developing global leadership skills. 


High Impact Training: Forging Leaders for the Global 
Frontier / J. Stewart Black and Hal B. Gregersen 


Global leaders can be “made”, but it takes a training approach that is as serious and 
sophisticated as the global world these individuals are being asked to lead in. Fundamen- 
tally, global leaders require training programs that will help them radically redraw their 
provincial mental maps into global ones. In this article, we outline the key ingredients of 
successful global leadership training programs. 


The Role of Training in Developing Global Leaders: A Case 
Study at TRW Inc. / D. Bradford Neary and Don A. O'Grady 


One of the first tools human resource managers turn to in meeting the challenge of 
developing global leaders is formal executive development. TRW, a leading company in 
aerospace, automotive, and information systems, provides an interesting case study of how 
a largely U.S.-focused organization has dealt with the challenges of globalizing top 
managers. In 1996, TRW launched its global executive program by combining U.S.-based 
classroom teaching with real life learning experiences from often uncomfortable locations 
around the world. This article reviews TRW's experience with this program and offers 
important insights for others contemplating designing and delivering a systematic global 
leadership development program. 
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Global Leaders Are Team Players: Developing Global 
Leaders Through Membership on Global Teams / Martha L. 
Maznevski and Joseph J. DiStefano 195 


Global teams today make an increasing number of decisions in multinational organiza- 
tions, addressing challenges broad in scope and critical to performance. An additional 
role of global teams is discussed here—providing ideal training for future global 
leaders. After reviewing the knowledge and skills global leaders need, the article 
describes three group processes for global team effectiveness: mapping, bridging, 
and integrating. The effective global team as a rich context for developing global 
leadership knowledge and skills is then explored. Specific ways in which human 
resource managers can support global teams to maximize both team performance and 
global leadership development are identified. 


The Women's Global Leadership Forum: Enhancing One 
Company's Global Leadership Capability / Nancy J. Adler, Laura 
W. Brody, and Joyce S.Osland 209 


Will women become leaders in the increasingly global world of the twerity-first century? 
According to many Chief Executive Officers (CEOs), promoting the best people— 
whether male or female—into senior leadership positions is a strategic necessity if their 
companies are to succeed, let alone prosper. This article describes the commitment 
that one major multinational’s CEO made to moving women from around the world into 
the most senior leadership positions. It describes an organizational development 
process, led by the CEO that included a targeted survey of both male and female 
executives, convening a 4 1/2-day Global Leadership Forum, and actively changing 
the organization based on recommendations generated at the Forum 


The Journey Inward: Expatriate Hero Tales 
and Paradoxes / Joyce S. Osland 


What is the overseas experience really like, and why is it so significant? Based on 
interviews with returned expatriates, Osland uses Joseph Campbell's metaphor of the 
hero's journey to analyze expatriate stories and answer these questions. The resulting 
framework outlines the predictable stages in the expatriate journey and articulates for 
the first time the complex, transformational nature of the expatriate experience and its 
inherent paradoxes. In addition to helping expatriates make sense of their experience, 
this framework furnishes prospective expatriates with more realistic expectations and 
provides practical lessons for companies and human resource professionals who want 
to handle expatriates more effectively. 


Cross-Cultural Training: A Critical Step in Ensuring the 
Success of International Assignments / Rita Bennett, Anne Aston, 
and Tracy Colquhoun 239 


In an effort to attain and sustain global competitiveness, organizations are increasingly 
focused on developing the requisite skills for success in the international marketplace. In 


many cases, this goal is sought through the cross-border deployment of personnel. This loassitaaall 
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article is concerned with cross-cultural training programs for increasing the success and 
effectiveness of these assignees. In doing so, this article examines the rationale for cross- 
cultural training, the objectives behind it, the various program components, and the 
limitations to such training efforts. It offers a brief discussion of ancillary workforce develop- 
ment programs for all corporate personnel and consultant selection considerations, and 
concludes with an overview of future trends in the field. The theories and insights contained 
in this article are based on both the research literature and our own consulting experiences 


Expatriate Training and Development: Where Do We Go from 
Here? / Mark E. Mendenhall and Giinter K. Stahl 


What will be the cutting-edge training technologies for expatriate managers and their 
families in the next ten years? A variety of approaches to the development of expatriates 
have been developed and new, innovative programs are currently on the drawing boards 
Both current and future developments are discussed in this articie. Three areas that are 
emerging for HR managers who work in the international HR area are: (1) In-Country, Real- 
Time Training; (2) Global Mindset Training; and (3) CD-ROM/Internet-based Training 


Expatriate Performance Management: The Case of Nokia 
Telecommunications / Marja Tahvanainen 267 


Today's world-class companies such as Nokia employ effective employee performance 
management (PM) practices. They have realized that seeking sustaining competitive 
advantage from the effective management of human resources is of utmost importance 
Until today, however, there has existed little understanding about how these companies 
manage the performance of their critical personnel group, the expatriate employees. A key 
finding of the case study of Nokia Telecommunications is that the performance of different 
types of expatriates in varying situations is, and should be, managed dissimilarly. Reflecting 
this finding, it is suggested that companies should develop alternative PM tools. 


International Assignment Experience at the Top Can Make a 
Bottom-Line Difference / Mason A. Carpenter, Wm. Gerard 
Sanders, and Hal B. Gregersen 


This article addresses the question whether international assignment experience in the top 
management team makes a bottom-line difference. Based on the premise and observations 
that executive international assignment experience is rare, valuable, and hard to imitate, we 
suggest that in the right organizational context, it can create competitive advantage. The 
authors show how such experience can benefit companies and executives financially and 
discuss how companies can help ensure a supply of internationally seasoned candidates 
for future executive positions 


Interview 


An Interview with John Pepper: What It Takes To Be a 
Global Leader / Christopher B. Bingham, Teppo Felin, and J. 
Stewart Black 
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Book Reviews 


Global Explorers: The Next Generation of Leaders 
by J. Stewart Black, Alan J. Morrison, and Hal B. Gregersen 
and 

A Manager's Guide to Globalization by Stephen H. Rhinesmith 
Reviews by Timothy S. Simmons 


Globalizing People Through International Assignments 
by J. Stewart Black, Hal B. Gregersen, Mark E. Mendenhall, 
and Linda K. Stroh 

and 

The Adventure of Working Abroad: Hero Tales from the Global 
Frontier by Joyce Sautters Osland 

Reviews by Marion Shumway 


Issue 4, Winter 2000 


Editor's Note / Mark A. Huselid 


Award for Excellence in HRM 


The Nature of the New Employment Relationship: A Content 
Analysis of the Practitioner and Academic Literatures / Mark V. 
Roehling, Marcie A. Cavanaugh, Lisa M. Moynihan, and Wendy 305 
R. Boswell 


At a general level, there appears to be almost universal agreement that the nature of the 
employment relationship is undergoing fundamental changes that have potentially 
enormous implications for how companies attract, motivate, and retain talent. This article 
is intended to assist HRM professionals in understanding, evaluating, and responding to 
those changes. The results of a study that evaluates current thinking regarding the nature 
of the new employment relationship by systematically analyzing the content of relevant 
articles are reported. Implications of the results for the management of employee 
relationships are discussed, and specific recommendations are provided 


High Potentials as High Learners / Michael M. Lombardo and 
Robert W. Eichinger 321 


To deal with change, organizations need to find and nurture those who are most facile in 
dealing with it. Identifying those who can learn to behave in new ways requires a different 
measurement strategy from those often employed, one that looks at the characteristics of 
the learning agile. In this article, we explain some initial steps toward identifying the 
women and men with the most potential to lead, regardless of what the future may hold for 
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them. As indicated by a measure of learning trom experience, those with the highest potential 
tend to be interested in first-time challenges, are eager to learn, and can get results under tough 
conditions 


A Study of Impending Derailment and Recovery of Middle 
Managers across Career Stages / Frank Shipper and John E. 


Dillard Jr. 331 


Why do some fast-track managers derail? Why do some recover and return to the fast track? 
This study investigates these questions by analyzing managerial skills and self-awareness 
during different career stages. The results suggest that derailers have significantly lower-skill 
profiles than do successful managers at all career stages. The study also identifies specific 
skills that managers need to be successful in their careers; furthermore, it reports that derailers 
overestimate their skills in comparison to successful managers at all career stages. The results 
imply that one can avoid derailment or recover from derailment by developing both self- 
awareness and specific managerial skills 


Career Management Practices: An Empirical Survey and 
Implications / Yehuda Baruch and Maury Peiperl 347 


A key ingredient in the knowledge economy is the development of people's careers. Compa- 
nies approach career development in a variety of ways. To better understand how these 
approaches fit together and how they are used to address different situations, the authors 
surveyed 194 United Kingdom companies and identified five groups of practices. These groups 
were associated with certain organizational characteristics. Drawing on concepts from the 
careers literature, the authors suggest a two-dimensional model to explore how these groups of 
practices can be systematically understood and applied. 


Increasing the Skill Utilization of Expatriates / Mark C. Bolino 
and Daniel C. Feldman 


This article examines the utilization, underutilization, and misutilization of expatriate skills in 
overseas assignments. Using quantitative data from 268 expatriates from six Fortune 500 
multinational corporations, the research first examines expatriates’ utilization of eight distinct 
skills and how patterns of skill utilization influence important job attitudes. Then, using qualitative 
data from the expatriates, the research examines the subsidiary-level, corporate-level, and 
country-level factors which facilitate (or inhibit) skill utilization. The study highlights the idea that 
effective skill utilization depends not only on the selection and training of expatriates them- 
selves, but also upon the level of skill and teamwork among host country nationals and the 
quality of support provided by the MNC as a whole 


4 
1 
\ 
A } 
| 
| 
| 
} 
1 4 
| 
% 
367 : 
e ra 
| 


An Innovative Global Management Staffing System: A 
Competency-based Perspective / Michael G. Harvey, Milorad 
M. Novicevic, and Cheri Speier 381 


Significant demands are imposed on corporate management of multinational corpora- 
tions (MNCs) to develop a strategic orientation of their global human resource 
management systems (SGHRM). This strategic orientation, which should balance the 
need for both global stability and local flexibility, necessitates a more pronounced 
multicultural management membership. The competency-based SGHRM system 
proposed in this paper combines an innovative global management staffing practice of 
inpatriating foreign managers with the extant practice of expatriating domestic 
managers. The competency-based criteria are used to identify global manager 
candidate pools capable of executing an integrated global management system 


Research on Unionized Grievance Procedures: 
Management Issues and Recommendations / Richard B. 
Peterson and David Lewin 395 


This paper critically reviews research on unionized grievance procedures to identify key 
issues for human resource/labor relations executives and to provide recommendations 
for dealing with these issues. The review covers psychological, sociological, econom- 
ics, and industrial relations-based research. Specifically, the authors recommend that 
senior human resource/labor relations executives and their staffs conceptualize the 
grievance procedure as a high involvement human resource practice, distinguish 
between the presence and use of grievance procedures, use grievance data to 
determine whether grievants or their supervisors suffer management reprisals, assess 
supervisors’ dominant orientation toward employees, determine employee perceptions 
of grievance procedure fairness, and monitor the effects of work force composition and 
supervisor selection on grievance activity. 
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